INTRODUCTION
Numerous researches have been conducted on the role of emotional intelligence in people working at managerial level in various organizations. It has been proposed by researchers that there is a probability that emotionally intelligent managers may be more successful than their counterparts George, 2000) . Another theory proposes that it may be due to the fact that managers are given emotional intelligence services by consultancies to select and train them (Schmit, 2006) . There are researches that provide evidence in supporting this enthusiasm (Jordan, Ashton-James, & Ashkanasy, 2006), but there is also considerable debate about the qualities of emotional intelligence. This debate arises, partially, because there is lack of theories and tests of how emotional intelligence is related to managerial outcomes including stress and burnout (Murphy, 2006) . Hence, the purpose of this study is to explore whether emotional intelligence is associated with burnout in managers.
According to the Salovey and Mayer's (1990) original model, emotional intelligence consists of appraisal of emotion in the self and others, emotional expression, regulation of emotion in the self and others, and utilization of emotion in solving problems. Mayer, Salovey, and Caruso (2004) later on refined their 1990 model but the basic aspect of emotional intelligence proposed remained similar to the old model. In their 1990 model, Salovey and Mayer described emotional intelligence as a mix of what might be considered abilities and traits whereas, in the recent model, they have argued for a pure ability conceptualization of emotional intelligence. Such an ability conceptualization is associated with a measurement approach that focuses on latent abilities assessed through performance tasks (Mayer et al., 2004; Mayer, Salovey, Caruso, & Sitarenios, 2003) .
Emotional Intelligence, along with the ability of carefully reason emotional feelings (Mayer et al., 2008 ) also includes other characteristics like the ability to excite oneself, ability to resist failures, maintaining one's morals, repressing depression during thinking, empathy, intimacy and optimism (Goleman, 1995) . This not only helps in controlling emotional responses, but it also facilitates the appropriate exploitation of emotions in various situations and can predict reductions in burnout (Mayer et al., 2008) . Emotional intelligence by adequately processing the events which bear emotional load, empower the individual to sensibly deal with the events, apply continence and control immediate demands. It, therefore, may be argued that, considering its significant role in emotional control including appropriate emotional management and individual's adaptability to the environment, Emotional intelligence may help in reducing burnout and enhance emotional control (Goleman, 1998) .
Burnout is a psychological syndrome that involves a prolonged response to work stressors (Maslach, Schaufeli, & Leiter, 2001 ). The issue of burnout was defined for the first time by Freudenberger (1974) which gave rise go further studies. According to Carman (2001) burnout is a public phenomenon that arises from mutual actions and individual's personality adjustment to job environment. Burnout is not only a result of tiredness and job pressure that occurs due to continuous working, but it also transmits to individual's general life style in their waking hours. Maslach and Jackson (1993) defined exhaustion and long term physical pressure including job Bureaucracy and excessive workload as two factors physical or mental burnout. Understanding the associations of the burnout of managers is important because burnout has several negative consequences, including poor performance, turnover, alcohol and drug abuse, somatic symptoms, and abusive behavior (Cordes & Dougherty, 1993; Lee & Ashforth, 1996; Maslach, Jackson, & Leiter, 1996) . Facing considerable demands and frequently encountering challenging social interactions maybe leading to relatively high risk for burnout (Cordes & Dougherty, 1993 ). In addition, managers' burnout may have wide ranging consequences in organizations because managers may contaminate their
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subordinates through a contagion process (Lee & Ashforth, 1993 ).
In the past, a few studies have examined emotional intelligence and burnout in undergraduate students and employees with no managerial responsibilities (Day, Therrien, & Carroll, 2005) , but no study has specifically examined managers. Slaski and Cartwright (2003) argued that emotional intelligence could serve as a moderator in the stress process that precedes burnout. Furthermore, individuals with high emotional intelligence will perceive work experiences to be less stressful and thus experiences less health consequences. Hence it is a useful model to describe how emotional intelligence is associated with managerial burnout. Consistent with previous arguments for treating emotional 
), we focus our analyses on the broad construct of emotional intelligence along with its dimensions and their relationship with burnout in managers. The findings obtained in the present study will not only be a valuable addition to the existing literature but will also help in developing an understanding of the relative contribution of each aspect of emotional intelligence in burnout at managerial level. The knowledge gain will also help concerned counselor to formulate therapeutic strategies accordingly while keeping in consideration the evident trends.
II. METHODOLOGY
A. Sample A purposive sample of 100 individuals (63 males and 37 females) working as managers at various organizations (including Banks, NGO's, Media, Schools and Multi-National Companies) of Karachi-Pakistan were recruited. Their ages ranged from 23-62 years with mean age of 35.64 years. It was made sure that all the people selected as a sample worked on a managerial level in their organization.
B. Measures Demographic Form:
The demographic form was self-developed based on the established research criteria. It focused on participant's demographic details and specific questions related to their occupational history. The Assessing Emotions Scale: The Assessing Emotions Scale is a 33-item self-report inventory focusing on typical emotional intelligence. Respondents rate themselves on the items using a five-point scale.
Respondents require on average five minutes completing the scale. The most widely used subscales derived from the 33-item Assessing Emotions Scale are those based on factors identified by Petrides and . The four factors were described as follows: perception of emotions, managing emotions in the self, social skills or managing others' emotions, and utilizing emotions. In the development sample of 346 participants, Schutte et als found the internal consistency of the Assessing Emotions Scale, as measured by Cronbach's alpha, to be .90.
Burnout Questionnaire: The Burnout Questionnaire developed by the American Public Welfare Association in 1981 was used in the present study to assess burnout in managers. It comprised of 25 items rated on a 5-point Likert Scale ranging from 1=never to 5=always. Cronbach's alpha obtained in the present study is .835 which indicates good internal consistency of the scale.
C. Procedure
The managers selected as a sample were first contacted through email where they were informed about the purpose of the research and their consent was taken. If the contacted managers voluntarily agreed to take part in the research then a time of meeting based on their convenience was fixed with them. A lot of difficulty was faced in deciding appointments as the managers are usually caught up in their busy routines which resulted in many cancellations and rescheduling. Upon meeting, the managers were ensured that the questionnaire would not take more than 15 minutes. First the consent form was handed over to them for review and signature followed by the demographic form. Afterwards, Assessing Emotions scale (Schutte, Malouff & Bhullar, 2009 ) and then Burnout Questionnaire (American Public Welfare Association, 1981) were administered. Upon completion, the managers were thanked for their valuable time and cooperation.
D. Scoring and Statistical Analysis
After data collection, the research measures were scored according to the standard scoring procedures. To test the hypotheses of the present study, Linear Regression Analysis was computed. Descriptive statistics was also utilized. These findings show that our results are theoretically useful because they inform researchers as to how emotional intelligence may be associated with managerial outcomes such as burnout. Our findings also inform the scientific status of the concept of emotional intelligence. At the outset, we noted that a lack of theory and empirical research is largely responsible for intense and persistent debates about the utility of emotional intelligence for organizational research and managerial practice (Murphy, 2006) . Our results inform those debates by showing how emotional intelligence is associated with important management outcomes that have not been examined in past research.
III. RESULTS
This research can also be helpful in designing interventions to reduce burnout among managers. Previous researches show that interventions to reduce burnout are difficult to design and evaluate because researchers rarely have control over the environmental aspects of work that are proposed to relate to burnout (Maslach et al., 1996) . However, training in Emotional intelligence represents a potentially attractive route to designing and evaluating interventions that do not require access to these aspects and instead managers may be taught to better handle the emotions triggered by their environment.
